Regardless of public sectors, private enterprises, or non-profi t organizations, breach of good faith and violation of regulation are emerging endlessly in past years. A genuine and honest leader is a key success factor in maintaining organizational running. Authentic leadership is regarded as the foundation of business success. An authentic leader applies positive morality and has the highmorality and value behaviors and languages be the paradigm. It is considered in this study that a non-profi t organization could effectively affect the fi rst-line administrators and organizational volunteers, through a leader's authentic leadership style, transform the degree of psychological capital and knowledge sharing intention and further enhance the operating performance of the non-profi t organization.
RESEARCH BACKGROUND
Genuineness, as a virtue, is the innate nature, from the aspect of human goodness by nature, and external incentives would make people gradually lose the hearts and courage to keep the genuineness. Various vicious tactics have distanced people to the vicious circle. The public therefore is disappointed, panic, and not believing in others. People's integrity and good faith are highly praised social values in both eastern and western societies. Regardless of public sectors, private enterprises, or non-profit organization, breach of good faith and even violation of regulation emerge endlessly in past years; the burst scandals not only result in large amount of loss and waste as well as distortion and deviation of people value, but also cause profound negative effects on the entire social atmosphere. Genuineness should be regarded as a universal value which people should obey anywhere anytime. Education presents the sacred task of succession of generations, while genuineness reveals better importance. Human beings are compound animals who could not isolate from groups but accomplish great things by solidarity. How to have people regain the virtue of genuineness and guide organizational members to cooperate with each other is a critical issue for leaders.
The management in a non-profit organization is recently introduced the management practice and leadership theory from successful enterprises because of the effects of business organizations. An authentic leader is the key success factor in maintaining organizational running, and authentic leadership is the foundation of business success. Authentic leadership refers to the leader personally treating each employee and everything consistently and with genuineness and affecting each employee with genuineness to engage in the organization. Social environments getting complicated and resulting in conflict as well as increasing pressure on non-profit organizational administrators affect the administrators' attitudes towards the work and further reduce the intention to become non-profit organizational volunteers. Authentic leaders would apply positive morality to guide and present high-morality and value behaviors and languages to be the paradigm. It is indicated in this study that a non-profit organization could effectively affect the first-line administrators and organizational volunteers through a leader's authentic leadership style to transform the psychological capital and knowledge sharing intention and further promote the operating performance of the non-profit organization. Consequently, this study expects to discuss whether non-profit organizational authentic leaders could, through psychological capital, affect employee intention to actively share knowledge, provide non-profit organizations with reference opinions for practical operation, and propose suggestions for possible directions. Fu and Deshpande (2012) indicated that authentic leadership developed an important item to reflect the effects on working members. The theory of authentic leader ship stressed on activeness and developed the mutual function between leaders and the followers so as to be consistent with positive organizational behaviors (POB) ). Fu and Deshpande (2012) proposed that presenting self-awareness and self-regulation were the key factor in a leader being regarded as genuine. Researchers ) emphasized the definition of authentic leadership being surrounded by positive psychological capital, including belief, hope, optimism, and toughness. Referring to the authentic leadership scale, developed by Fu and Deshpande (2012) , which includes the dimensions of self-perception, relation transparency, equalization treatment, and internalization of morality, is a multi-dimensional authentic leadership measuring tool in this study.
LITERATURE AND HYPOTHESIS

Authentic leadership
(1) Self-perception. An individual perceiving and believing in personal motivation, feeling, desire, and self-related cognition, containing understanding personal advantages and drawbacks, characters, and emotion (Yildirm and Bastug 2010) . (2) Relation transparency. Referring to allowing others with frequent interaction seeing real ego, regardless of good or bad, covering the self-disclosure process and the cultivation of close relationship and trust, i.e. being honest, rather than false, to get along with others. (3) Equalization treatment. To objectively accept individual positive and negative characteristics and quality, and deal with self-related information without bias. Related data should be objectively collected and analyzed before making decisions. (4) Internalization of morality: Fu and Deshpande (2012) pointed out genuine behaviors as behaviors being consistent with authentic ego. Genuineness does not force to be a real self, but to present personal feeling, motivation, and intention under free and natural situations. Luthans et al. (2010) defined psychological capital as the core psychological factor in general activeness, which exceeded human capital and social capital intelligence and could have an individual acquire competitive advantages through directed investment and development . Specifically speaking, psychological capital was a higher-level core concept; when the four elements of self-efficacy, hope, optimism, and regeneration capacity were constructed and combined to strengthen each other, the state characteristics and the employees could be developed and managed to make the best performance and sense of satisfaction of individuals and employees so as to enhance the performance of the entire organization and employees (Fu et al. 2011) . Human capital was the knowledge and skills accumulated by individual work experiences; social capital was the resource network established through individual work; and psychological capital was intrinsic psychological resources beyond human capital and social capital. Systematic investment and development allow such an active psychological state becoming a beneficial condition to enhance competitive advantages (Homburg et al. 2011) . Mayer et al. (2010) regarded psychological capital as to realize self-innermost, i.e. who you are. Psychological capital covering the following dimensions is utilized for this study.
Psychological capital
(1) Self-efficacy. Also, named self-confidence, i.e. being confident to engage in necessary efforts and successfully complete tasks when encountering challenges. (2) Hope. To keep positive attribution of present and future success, through incentive thinking and path thinking, and to stress on the active psychological state of an individual being able to practice the objectives through the willpower of incentive thinking and the practice ability of path thinking. (3) Optimism. To insist on the objectives and change the approaches when necessary to acquire the success. It emphasizes that an individual would attribute positive events to intrinsic, permanent, and general factors but attribute negative ones to extrinsic, temporary, and specific factors (Yilmaz 2010 ). (4) Restoring force: also called toughness. Referring to an individual being able to succeed by insisting, bearing bounce, and even exceeding when encountering dilemmas, i.e. individual good adaptation to major threats. Gentry et al. (2012) defined knowledge sharing as employees exchanging information and supporting tasks. Furthermore, Kalshoven et al. (2011) regarded knowledge sharing as a party willing to help others develop new capacities. Reed et al. (2011) considered knowledge sharing as a communication process, including the internalization of knowledge demanders and owners through knowledge reconstruction, e.g. reading; and the knowledge sharing process would be interfered by language, culture, time, and concept. McMurray et al. (2010) divided knowledge sharing into sharing personal knowledge, learning opportunity, assisting others in acquiring knowledge, and inventive learning. Walumbwa et al. (2011) pointed out knowledge sharing as a transfer behavior and a communication process. Knowledge share was the most important and difficult item for an organization promoting knowledge management. Knowledge presented exclusivity that knowledge dissemination could be effectively applied merely by public intention and ability ).
Knowledge sharing
Referring to Walumbwa et al. (2011) , knowledge sharing is divided into knowledge sharing intention and knowledge sharing behavior for measuring knowledge sharing. The operational definitions of sharing intention and sharing behavior, referred to Walumbwa et al. (2011) , are described as below.
(1) Sharing intention: The degree of knowledge owners willing to deliver personal work experiences, skills, and ideas to others. (2) Sharing behavior: The degree of knowledge owners willing to specifically deliver personal work experiences, skills, and ideas to others and expect others to actually apply them to the work after understanding (Yukl 2010 ).
Research hypothesis
Research on authentic leadership has largely emerged in past years, and researchers have gradually discovered that authentic leadership might be the core of the riddle (Resick et al. 2011) . With the theoretical bases in past literatures, authentic leadership is considered as a factor in employees' psychological capital ). Fu and Deshpande (2012) indicated that authentic leadership would affect individual and social identity, indirectly change hope, confidence, and positive emotion, influence subordinates' attitudes (including commitment, job satisfaction, work meaning, and job engagement), and eventually change subordinates' behaviors, i.e. job performance, exceptional effort, and withdrawal behavior. Accordingly, the hypothesis is proposed based on the past research result. H1: Authentic leadership presents significant correlations with psychological capital. Mayer et al. (2010) also discovered that psychological capital would reduce employees' absence from duty and turnover. It is therefore considered in this study that psychological capital could guide employees to face the job with positive attitudes, as psychological capital could be used for forecasting the potential value of employee attitudes . A positive attitude could result in employees presenting positive behaviors or thoughts to face affairs and fur-ther make more profits for the organization, e.g. knowledge sharing. Moreover, the higher employees' psychological capital would affect their attitudes towards knowledge sharing to further show the intention to sharing personal knowledge in the organization (Homburg et al. 2011 ). Based on above literatures, Gentry et al. (2012) considered that a person with better confidence in the ability would reveal positive and optimistic expectation on future development and was more easily and rapidly recover after facing frustration; the person therefore would be more willing to share knowledge with others. The following hypothesis is therefore proposed in this study. H2: Psychological capital reveals remarkable correlations with knowledge sharing.
Leadership, as the interpersonal interaction, would affect the behaviors of a person or a group of people under specific situations to achieve certain group objectives . Past research proved the primary effects of authentic leadership on employees' knowledge sharing intention. For instance, Reed et al. (2011) pointed out the role of authentic leaders in knowledge management as Architect or Catalyst that authentic leader role and style were the factors in promoting organizational knowledge sharing. Walumbwa et al. (2011) indicated that leaders should develop the members to trust the working environment so as to be willing to share knowledge because of trust. McMurray et al. (2010) pointed out the direct effects of transformational leadership and trust on knowledge sharing intention. Kalshoven et al. (2011) found out the mediating effect of trust in management echelon on positive psychological capital and performance and the partially mediating effects on the relation between authentic leadership and knowledge sharing. Being a kind of leadership style, a lot of literatures proved the effects of leadership on knowledge sharing. Accordingly, the following hypotheses are inferred in this study. H3: Authentic leadership shows notable correlations with knowledge sharing. H4: Psychological capital has mediating effects on the relations between authentic leadership and knowledge sharing.
CONCEPTUAL FRAMEWORK AND RESEARCH METHOD DESIGN
Conceptual framework in this study
Summing up the above literatures, the conceptual framework (Figure 1 ) is drawn in this study to investigate the relations among authentic leadership, psychological capital, and knowledge sharing.
Research subject
The leaders and administrators in China Association for NGO Cooperation, as the research subjects, are distributed 600 copies of questionnaires. Deducting invalid and incomplete ones, 428 valid copies are retrieved, with the retrieval rate 71%. China Association for NGO Cooperation therefore pays attention to poverty alleviation and development in western areas, environmental protection, and ability construction, devotes to broaden the exchange and cooperation channels among domestic government, enterprises, and research sectors, and focuses more on economic and social balance development.
Analysis
Regression Analysis is applied to understand the relations among authentic leadership, psychological capital, and knowledge sharing in this study. 
ANALYSIS AND DISCUSSION
Factor Analysis of authentic leadership
With Factor Analysis, four factors were extracted from the authentic leadership scale, including Self-perception (eigenvalue = 2.876, α = 0.82), Relation Transparency (eigenvalue = 2.271, α = 0.87), Equalization Treatment (eigenvalue = 1.813, α = 0.84), and Internalization of Morality (eigenvalue = 1.621, α = 0.86). The covariance explained achieved 77.635%. With Factor Analysis, four factors were extracted from the psychological capital scale, containing Self-efficacy (eigenvalue = 3.463, α = 0.81), Hope (eigenvalue = 2.577, α = 0.80), Optimism (eigenvalue = 2.084, α = 0.89), and Restoring Force (eigenvalue = 1.392, α = 0.83). The covariance explained reached 82.761%.
Two factors were extracted, with Factor Analysis, from the knowledge sharing scale, covering Sharing Intention (eigenvalue = 2.237, α = 0.90) and Sharing behavior (eigenvalue = 1.735, α = 0.92). The covariance explained achieved 85.341%.
Correlation Analysis of authentic leadership and psychological capital
Applying Multiple Regression Analysis to test the hypothesis and theoretical framework, the first regression, Table 1 , showed the regression equation reaching the significance (F = 13.562, p < 0.001). Authentic leadership presented remarkable effects on self-efficacy, where Self-perception, Relation Transparency, Equalization Treatment, and Internalization of Morality in authentic leadership revealed notably positive effects on self-efficacy in psychological capital (B = 1.633, p = 0.036; B = 1.597, p = 0.044; B = 1.746, p = 0.025; B = 1.832, p = 0.016).
The second regression, Table 1 , presented the regression equation reaching the significance (F = 17.416, p < 0.001). Authentic leadership appeared significant effects on hope, where Self-perception, Relation Transparency, Equalization Treatment, and Internalization of Morality in authentic leadership showed remarkably positive effects on hope in (B = 1.766, p = 0.022; B = 1.684, p = 0.030; B = 2.037, p = 0.002; B = 1.942, p = 0.011).
The third regression, Table 1 , revealed the regression equation achieving the significance (F = 21.753, p < 0.001). Authentic leadership appeared notable effects on optimism, where Self-perception, Relation Transparency, Equalization Treatment, and Internalization of Morality presented significantly positive effects on optimism in psychological capital (B = 1.733, p = 0.024; B = 1.641, p = 0.032; B = 2.167, p = 0.000; B = 2.238, p = 0.000).
The fourth regression, Table 1 , showed the regression equation reaching the significance (F = 26.934, p < 0.001). Authentic leadership revealed remarkable effects on restoring force, where Self-perception, Relation Transparency, Equalization Treatment, and Internalization of Morality appeared notably positive effects on restoring force in psychological capital (B = 1.825, p = 0.019; B = 1.967, p = 0.009; B = 2.436, p = 0.000; B = 1.781, p = 0.020). H1 therefore is supported. 
Correlation Analysis of authentic leadership, psychological capital and knowledge sharing
Utilizing Multiple Regression Analysis for testing the hypothesis and theoretical framework, the first regression, Table 2 , presented the regression equation reaching the significance (F = 23.842, p < 0.001). Authentic leadership showed remarkable effects on knowledge sharing intention, where Self-perception, Relation Transparency, Equalization Treatment, and Internalization of Morality in authentic leadership revealed notably positive effects on knowledge sharing intention (B = 1.977, p = 0.013; B = 2.085, p = 0.006; B = 2.177, p = 0.000; B = 2.267, p = 0.000). The third regression, Table 2 , appeared the regression equation achieving the significance (F = 32.934, p < 0.001). Authentic leadership ap-peared significant effects on knowledge sharing behavior, where Self-perception, Relation Transparency, Equalization Treatment, and Internalization of Morality in authentic leadership presented remarkably positive effects on knowledge sharing behavior (B = 2.152, p = 0.000; B = 2.133, p = 0.000; B = 2.279, p = 0.000; B = 2.312, p = 0.000). H3 is therefore supported. The second regression, Table 2 , showed the regression equation reaching the significance (F = 27.551, p < 0.001). Psychological capital revealed remarkable effects on knowledge sharing intention, where Self-efficacy, Hope, Optimism, and Restoring Force in psychological capital appeared notably positive effects on knowledge sharing intention (B = 2.166, p = 0.000; B = 2.231, p = 0.000; B = 2.324, p = 0.000; B = 2.196, p = 0.000). The fourth regression, Table 2 , presented the regression equation achieving the significance (F = 35.692, p < 0.001). Psychological capital showed significant effects on knowledge sharing behavior, where Self-efficacy, Hope, Optimism, and Restoring Force in psychological capital revealed remarkably positive effects on knowledge sharing behavior (B = 2.244, p = 0.000; B = 2.183 p = 0.000; B = 2.271, p = 0.000; B = 2.337, p = 0.000). H2 therefore is supported. 
Mediating effects of authentic leadership and psychological capital on knowledge sharing
Regarding the mediating effect of psychological capital, as Hierarchical Regression Analysis in Table 3 , the first regression appeared the notable explanation of authentic leadership on knowledge sharing intention (F = 23.842, p<0.001). According to Model II and considering the effects of authentic leadership and psychological capital on knowledge sharing intention to discuss the mediating effect of psychological capital, the β of self-perception notably dropped from 1.977 (p<.05) down to 1.836 (p<.05), presenting that psychological capital would reduce the direct effect of self-perception on knowledge sharing intention. The β of relation transparency significantly dropped from 2.085 (p<.01) down to 1.927 (p<.05), showing that psychological capital would reduce the direct effect of relation transparency on knowledge sharing intention. The β of equalization treatment remarkably dropped from 2.177 (p<.01) to 1.983 (p<.05), revealing that psychological capital would reduce the direct effect of equalization treatment on knowledge sharing intention. The β of internalization of morality notably dropped from 2.267 (p<.01) down to 2.092 (p<.01), appearing that psychological capital would reduce the direct effect of internalization of morality on knowledge sharing intention. As a result, psychological capital presented partially mediating effects on the relation between authentic leadership and knowledge sharing intention that H4 was supported. In regard to the mediating effect of psychological capital, as Hierarchical Regression Analysis in Table 3 , the second regression showed the remarkable explanation of authentic leadership on knowledge sharing behavior (F = 32.934, p<0.001). According to Model II and considering the effects of authentic leadership and psychological capital on knowledge sharing behavior to discuss the mediating effect of psychological capital, the β of self-perception notably dropped from 2.152 (p<.01) to 2.032 (p<.01), revealing that psychological capital would reduce the direct effect of self-perception on knowledge sharing behavior. The β of relation transparency notably dropped from 2.133 (p<.01) to 1.896 (p<.05), appearing that psychological capital would reduce the direct effect of relation transparency on knowledge sharing behavior. The β of equalization treatment significantly dropped from 2.279 (p < .01) to 2.153 (p < .01), presenting that psychological capital would reduce the direct effect of equalization treatment on knowledge sharing behavior. The β of internalization of morality remarkably dropped from 2.312 (p < .01) to 2.184 (p < .01), showing that psychological capital would reduce the direct effect of internalization of morality on knowledge sharing behavior. The research results revealed the mediating effect of psychological capital on the relations between authentic leadership and knowledge sharing behaviors that H4 was supported.
CONCLUSION
With Regression Analysis, the relation between authentic leadership and psychological capital appears that authentic leadership presents positive effects on tacit psychological capital, conforming to H1 in this study. Such a result is similar to the past research, showing the actively positive psychology state as the definition of authentic leadership and the positive effects of psychology state of leaders in China Association for NGO Cooperation on psychological capital. Concerning the relations between psychological capital and knowledge sharing, the Regression Analysis result presents the positive effect of psychological capital on knowledge sharing, conforming to H2 in this study. The result is similar to the past research, showing that the positive psychological state of subordinates in China Association for NGO Cooperation would help the occurrence of knowledge sharing behavior. In this case, the employees in China Association for NGO Cooperation appearing positive emotion is similar to positive psychological state of self-confidence, hope, optimism, and restoring force in psychological capital which could affect knowledge sharing among employees and present beneficial knowledge sharing behavior to China Association for NGO Cooperation. With Regression Analysis of the relations among psychological capital, authentic leadership, and knowledge sharing, psychological capital shows partially mediating effects on the relation between authentic leadership and knowledge sharing that H3 and H4 are partially supported. Authentic leaders in China Association for NGO Cooperation would pay attention to active psychological ability, utilize the function and mechanism in the leadership process, and apply personal positive psychology to affect and encourage the subordinates' self-awareness and selfdevelopment. However, such effects do not completely influence knowledge sharing, but merely part of psychological state could affect knowledge sharing through functions. In this case, it could partially enhance knowledge sharing. The effects of authentic leadership and psychological capital on knowledge sharing in China Association for NGO Cooperation show the importance of authentic leadership that the following suggestions are proposed in this study. 1. The psychological quality of leaders and the followers should be emphasized. Being a leader, China Association for NGO Cooperation should not focus on gaining power, fame, or money, but see through personal leadership to positively change the subordinates and promote China Association for NGO Cooperation to return to the society. 2. Knowledge sharing behavior should be properly induced. When most members in China Association for NGO Cooperation receive the effectiveness from knowledge dissemination, each person's homogeneity is intangibly enhanced. In other words, it becomes more difficult to become a unique and exclusive person among numerous employees to replace others. 3. Recruitment and training of human resources. Research indicates that the stronger psychological capital would enhance knowledge sharing behavior. For this reason, China Association for NGO Cooperation should stress on cultivating the psychological capital of authentic leadership, consciously cultivate the self-efficacy, optimism, hope, and restoring force of leaders in China Association for NGO Cooperation through psychological capital training, and encourage leaders and employees in China Association for NGO Cooperation keeping optimistic attitudes and being full of hope to the life and job.
